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Abstract

The study of factors related to human resource management that affected compensation. The purposes of which
were: 1) to study the measurement model of work environment, work characteristics, work life balance, and compensation 2) to
study the structural model of the compensation: The causal model of compensation. This quantitative research involved a
sample population of 393 THAI airline employees using AMOS to determine statistics. Results showed that the measurement
model for job environment models, work characteristics, work life balance, and compensation were consistent with empirical
data. Testing structural models of compensation showed that the CMIN was 68.439, the DF was 51, the P value was .052,
CMIN / DF was 1.342, GFl was .972, the CFl was .991, the RMSEA was 0.030, indicating that the model was consistent with

empirical data.
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